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ABSTRACT 
The study explored the role of human resource in determining the culture of organization and the 
study focused in the communication industry where a case study was done at Telkom Kenya head 
office. Human Resource was established to play a key role in setting the pace for organization 
culture to thrive by providing strategies and effective management of employees to follow certain 
norms, beliefs and principles that offers an organization a given distinction from other 
organizations. The gap that the study sought to fill was that many studies on the role of human 
resource in determining the organization culture did not clearly bring out the roles and especially 
no study has been done on the topic in the communication industry and thus the relevance of this 
study. The specific objectives were; to determine human resource strategies, investigate training 
and development, determine compensation and to investigate recruitment on organizational 
culture. The study would be important for human resource practitioners on getting relevant 
information on how to enhance human resource management through organization culture, the 
policy makers in the communication industry would have strategies on how to deal with 
organization culture in a more productive way. The study targeted 150 employees of Telkom Kenya 
drawn from the management, general staff and the subordinate staff and the study was done from 
May to August 2018. The theories on which the study was anchored on were the Hosted Theory 
of Dimensions which explored the situation of lifestyle to give an explanation for how and why 
human beings from various cultures behave as they do, the Universalistic Theory which primarily 
based on the idea that there is a fixed of superior/best HRM practices, and that adopting them will 
unavoidably result in superior organizational overall performance and then The Configurationally 
theory which asserts that the mixing of relevant concepts and perspectives of a principle or theories 
yields better performance in an organization. The study adopted a descriptive research design that 
described characteristics of the population of the study, made specific predictions and tested 
associational relationships of the variables. A stratified sampling technique was used to sample 
from the target population and 75 participants were selected for the final study. The questionnaire 
was used as the research instrument where it was first piloted to ensure its validity and reliability. 
The data analysis was done by use of SPSS and presentation was done tables and figures. The 
findings established that majority respondents agreed to human resource management strategy 
determining the production of workforce that can execute the organization strategy concluding that 
human resource is a factor in determining the workforce production for organizational strategy. 
The extent at which training and development ensure great continual growth and improvement of 
an organization was great though sometimes working on moderate extent. The study concluded 
that organizational structure acts as an asset and generates competitive advantage only when 
compensation structure and culture are harmonized. The study recommended the need to determine 
the specific strategies that can be employed to work force production in the organization. It was 
recommended that human resource sector in the organization to establish the correct position on 
the extent at which human training ensure continual growth to know the right way of engagement. 
The reasons should be provided as to why compensation culture and culture should be harmonized 
as an asset in generating competitive advantage.  
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OPERATIONAL DEFINITION OF TERMS 
 
Compensation:  It is a reward system that a company deliver to the employees in 
return for their disposition to perform various jobs and tasks within 
organizations. 
 
Human Resource Strategy:  The comprehensive set of managerial sports and obligations 
related to developing and retaining a certified body of workers 
 
Recruitment:  This is the action of attracting, screening, and selecting potential 
and qualified individual who might join an organization. 
 
Training:  Training helps employees to work with each other and contribute 
their best and express them how to do their work more effectively 
and efficiently and more securely. 
 
Organization Structure:  It is mechanism means of regulating the behavior of organization's 
affiliates, permeates all of its activities, as a specific catalyst for 
the growth and development of a company 
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CHAPTER ONE 
INTRODUCTION 
 
1.0 Introduction 
The chapter contains the study background, the case study company profile, the statement problem, 
the objectives that forms the questionnaires, the scope, significance and limitation of the study 
1.1 Background of the study 
A fundamental definition of organizational culture is important to provide a factor of departure 
inside the quest for a know-how of the phenomenon. Martins and Martins (2013) provides the 
overall definition of organizational culture as “a machine of shared which means held by 
participants, distinguishing the employer from different companies”. In relation to the above 
definition, Arnold (2015) shows that “organizational culture is the unique norms, ideals, principles 
and ways of behaving that combine to offer each organization its distinct person”. Those 
definitions recommend that organizational subculture distinguishes one enterprise from some other 
agency. Therefore, organizational culture is to a business enterprise what character is to an 
individual (Johnson, 2010) 
According to the opinion of Mats (2012) there is a good reason for having organizational culture 
as one of the most common themes in academic research and education in organizational theory 
and management practice today: dimensions of culture is central to all aspects of organizational 
life. Organizational culture, as an integrative means of regulating the behavior of organization's 
members, permeates all of its activities, as a specific catalyst for the growth and development of a 
company.  
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By means of the mid-Nineteen Eighties agencies operated in situations that involved safety and 
balance. They had been perceived as "...rational entities for coordination and controlling a 
collection of people. They had vertical tiers, organizational gadgets, relations of authority” 
(Robbin, 2009). The paintings become settled in a positive manner, without main changes – these 
days became similar to the day prior to this and it may not be exclusive to tomorrow. During this 
period, way of life become the situation of hobby only while an enterprise might locate itself in a 
tough scenario. It was not till the past due Eighties that connecting the cultural aspects of the 
agency with its achievement reward evolved. Japanese agencies recognized for his or her way of 
life, made an increase with their productiveness and commenced to suppress Western corporations. 
It was a period of the oil disaster while Jap corporations doid a dominant superiority way to their 
robust and cohesive lifestyle. An interesting and critical reality turned into that techniques of 
production and productiveness carried out by way of companies in Japan had been imported from 
the United States. 
The Japanese efficiently integrated those strategies into their own lifestyle and received. Japan's 
financial success lies inside the homogeneous organizational culture and high requirements of 
training. Some of the basic characteristics are flexibility, adaptability, and teamwork, whilst the 
Western commercial enterprise and organizational subculture focuses exclusively on the functional 
effect of a person. Since then, the interest in organizational lifestyle has no longer subsided. A few 
years later, Kotter and Heskett (2012) interviewed seventy-five economic analysts whose activity 
changed to intently following sure industries and agencies. Each analyst compared the 
performance of twelve incredibly hit firms to ten lower-acting firms. Although analysts are 
stereotyped as focusing almost solely on hard facts, simplest one of the seventy-five indicated that 
 3 
 
culture had very little impact on company overall performance. All acknowledged lifestyle as an 
essential thing in long-term economic fulfillment (Cameron, 2009). 
Organizational culture has become in particular important in early economic disaster and we 
consider that the hobby could develop in the future, for the reason that managers keep in mind the 
phenomenon of organizational culture crucial for the competitiveness and stability of any 
enterprise in line with a survey performed in 2009 in Germany among 157 managers, 45% of 
respondents indicated that the organization way of life had a high significance for fulfillment, and 
24% that it had a totally high significance (Rahimić, 2012) 
Today, it is clear to almost all managers that the key to long-term success lies not on individual 
strategies and effective management of resources, but in, so far largely neglected dimension of 
governance, the cultural dimension (Ray, 2009). In other words, in order to understand the source 
of competitive advantage of a company, one must understand its organizational culture  
Organizational culture provides a meaning system according to Parker (2011) for employees who 
are making sense of their environment (Wick, 2011). As such, organizational culture serves as a 
vehicle of the organizational influence on the individual’s identity and behavior (Parker, 2010) by 
socializing individuals into specific norms and patterns of behavior (Ravasi and Schultz, 2016) 
and by providing socially shared perceptions, which create predictability in the organizational 
environment (Marinova, 2015). Only a limited number of studies have examined the impact of 
organizational culture on employee behavior, and those have specifically been restricted to 
studying collectivistic and individualistic organizational cultural norms as predictors of 
cooperative employee behavior (Clungston, 2010; Konovsky, 2010; Milkovich & Newman, 2010).  
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1.1.1 Organizational Culture 
The concept that companies  a way of life has been mentioned because Lewin, Lippitt and White’s 
(2009) studies on developing social climate. Culture and climate are quintessential components of 
an agency. Organizational lifestyle refers to a device of shared meanings held by way of 
contributors that distinguishes one organization from other companies (Schien, 2015). 
Organizational culture affords personnel with a clean expertise of the way matters are finished in 
that corporation. Organizational way of life is the perceived, subjective impact of the formal 
system, the informal fashion of managers and other great environmental elements at the attitudes, 
ideals, values and motivation of the people in a selected enterprise (Litwin and Stringer, 2010).  
The concept of subculture is seen as a sort of bridge among the man or woman and the organization.  
Culture plays some of features within a corporation. It creates a difference between one 
organization and any other, it conveys a feel of identification for function incumbents, it helps the 
technology of dedication, and it complements social machine stability. Finally, way of life sells as 
a feel-making and manipulate mechanism that guides and shapes the attitudes and behavior of 
personnel. Hosted (2010) felt that cultures which are high at the long-time period orientation 
consciousness on the destiny and hold values within the gift in order to no longer necessarily offer 
an immediate advantage (e.g., Japan, China), at the same time as cultures with quick-term 
orientation (e.g., USA, Russia) are oriented in the direction of the beyond and present and sell 
appreciation for way of life and for pleasurable social obligations. 
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 The five dimensions mentioned through Hosted (2010), assist us to apprehend the ability problems 
of handling employees from distinctive cultures. One exciting finding of his research turned into 
the impact of subculture on a country’s economic fitness. He observed that international locations 
with individualistic cultures have been wealthier. Collectivistic cultures with high power distance 
had been also poor. Cultures seem to affect a country’s economy via their promotion of character 
work ethics and incentives for people to increase their human capital. 
1.1.2 Telkom Kenya 
Telkom Kenya Limited provides integrated telecommunications services for residential and 
business customers in Kenya. The company offers mobile services, including mobile prepaid, 
mobile postpaid, wireless, international calling, HD voice, VoIP, roaming, short codes, iPhone, and 
e-Bill; fixed/landline services, such as voice and Internet; Internet/data services; domain and mail 
hosting services; and Orange money services. It offers mobile telephony services under GSM and 
CDMA platforms; and services through its terrestrial fiber optic network. The company was 
founded in 1999 and is based in Nairobi, Kenya. In November 2012, the shareholding structure 
changed due to a decision by the Kenyan government to convert its shareholder loans at that time, 
into equity in order to ease Telkom Kenya's debt burden. It was subsequently confirmed that the 
Kenya government would retain 40% shareholding down from 49% with the remaining shares held 
by France Télécom. In January 2013, France Télécom increased its stake in Telkom Kenya to 70% 
as a consequence of the government's failure to provide its full portion of the 2012 funding. In 
June 2017, the firm was re-branded from "Orange Kenya" to "Telkom Kenya 
Telkom Kenya has announced that the company has covered 19 new towns under its 4G network. 
The Kenyan telecom systems and cultures are continuously developed to meet the demand and to 
cope with the business changes in order to realize Telkom Kenya’s aspirations to continue to be 
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advanced, be valued by their customers, be competitive in the industry and be a role model for 
other companies. Telkom Kenya is an iconic brand and has had its presence in the market for more 
than 18 years. The firm was previously a part of the Kenya Posts and Telecommunications 
Corporation (KPTC) which was the sole provider of both postal and telecommunication services. 
In 1999 the spit of KPTC by the Communications Commission of Kenya (CCK), resulted into the 
separation of Postal Corporation of Kenya (POSTA) and Telkom Kenya. Telkom Kenya has been 
instrumental in the growth of the telecommunication sector by being able to maintain the 
infrastructure over which various Internet service providers in Kenya operate. 
As of 2004, most internet service was provided via dial-up service through Jambonet, which is an 
important ISP in the country (Telkom, 2017).  Latest development has seen Telkom Kenya, now 
Telkom inject yellow, blue and magenta (yellow) shades in its new company identification which 
indicates a modern; cutting-edge, lively, vibrant and on the pass emblem. Telkom is constructing 
on a sturdy, consumer-eccentric ethos that is dedicated to providing modern, accessible and 
refreshingly simple communications solutions that match clients’ everyday conversation desires. 
Set up as a telecommunications operator in April 1999, 5 Telkom is 60 per cent owned by using 
Helios investment partners, with the last stake held via Kenyans through the government of Kenya 
(Telkom, 2017). TELKOM organization affects and influences by outside several parties of the 
organization. TELKOM is influenced and affected by the environment or parties outside the 
organization which outside parties are not just ignored. They are as customers, shareholders, 
employees, government, and business partners to Telkom. The sustainability of Telkom or the 
success of Telkom does not escape from the ties outside of the organization. “Customer, 
stakeholders obtain the products and services with high quality and competitive reward. 
Shareholders, interested with the rate of return on investment that they invest, the growth of the 
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company and the value of the shares increased. Employees, interested with the compensation 
compete, self-development and the expression self. Telkom employees have characteristics that 
are basically good, namely industrious, are concerned about working time (go and work on time), 
ready to help the work of other employees. The characteristic of Telkom corporate culture is an 
integral corporate culture. Also, by combination of this characteristic, corporate culture could 
classify into the strong and adaptive corporate culture so that it’s able to support Telkom to win 
the external adaptation and reach its internal integration if there is a harmonization between the 
corporate culture’s characteristics with the managerial practices. 
1.2 Statement problem 
According to Schein (2014), organizations do not achieve cultural change by accident, but they 
achieve it with a defined strategy for high involvement and a measurable action plan. Many link 
their strategy for high involvement to initiatives that are already taking place in the organization 
such as Total Quality Management or Total Service Quality (Schein, 2014). Aycan et al. (2010) 
suggest that managing human resource in organization requires understanding of both the internal 
and external environments, in which the internal environment deals with internal work culture, 
whereas the external environment deals with institutional culture. Huang (2010) declares that 
leaders and leadership teams are the key elements that shape the culture of an organization. Several 
tools to mold organizational culture include effective communication, recognition, people 
development and communal identity building, amongst a host of others (Huang, 2010). 
Although there has been in recent years a lot of talk about the organizational culture, definitions 
have lack of unified and have different understandings. Culture is still not uniformly committed to 
the concept, and therefore allows various reasons. If culture is something that we as individuals 
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record in the environment in which it operates, is even possible to say, that with these subjective 
perceptions in our minds someone could manage. 
Organizational culture adapts overtime to cope with the dynamic changes and meet the varying 
demands of the organization in its quest for gaining competitive advantage in all its activities. 
Therefore, a supportive culture as noted by Ritchie, (2010) is considered as a motivational 
instrument which promotes the organization to perform smoothly and ensure success in all its 
endeavors. There is therefore no known study that has been explored on how human resource 
determines the organization culture especially in communication industry where this study sought 
to address. 
1.3 Objective of the Study 
1.3.1  General objective of the study  
The study sought to explore role of human resource in determining the organizational culture at 
Telkom Kenya. 
1.3.2 Specific Objectives 
i. To establish the effects of human resource strategies on organizational culture at Telkom 
Kenya. 
ii. To examine the effects of training and development on organizational culture at Telkom 
Kenya. 
iii. To explore the effects of compensation on organizational culture at Telkom Kenya. 
iv. To find out the effects of recruitment on organizational culture at Telkom Kenya. 
1.4 Research Questions 
i. What effects does human resource strategies have on organizational culture at Telkom 
Kenya? 
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ii. How does training and development affect organizational culture at Telkom Kenya? 
iii. What effects does compensation have on organizational culture at Telkom Kenya? 
iv. How does recruitment affect organizational culture at Telkom Kenya? 
1.5 Significance of the study 
1.5.1 Human Resource Practice  
The Human Resource Practioners would find this study important by getting information on how 
organizational culture can influence human resource practices in an organization. The practioners 
would know the strategies they could employ to foster effective organization culture. 
1.5.2 Policy  
The policy makers in the communication industry would use the data from this study to come up 
with policies governing human resource practice on how to deal with organization culture in a 
more productive way. 
1.5.3 Academia 
 Research is normally cumulative and therefore future scholars interested in pursuing research in 
this or related fields could find relevance in this study to review and identify gaps that would 
inform their studies. 
1.6 Scope of the study 
The study focused on the role of human resource in determining the culture of an organization with 
a case study of Telkom Kenya head office that is Located at Telkom Plaza, Ralph Bunche Road, 
Nairobi. The study targeted 156 employees of the organization that was drawn from the 
management, general staff and the subordinate staff of the organization for effectiveness of the 
study. The study was done from May to August 2018 to determine the effects of organizational 
culture through specific constructs identified.  
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1.8 Chapter Summary 
This chapter presented the background of the study that highlighted the known situation of the 
topic under study, the statement of the problem, the research objectives that forms that research 
questions, the scope of the study, the significance and the limitation of the study. The entire 
research work was premised on this chapter. 
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CHAPTER TWO 
LITERATURE REVIEW 
 
2.0 Introduction  
This chapter reviews the theoretical and empirical literature suitable to answer the research 
questions of this study. The chapter begins by discussing the main theories the study relied on to 
build the framework for the research. The chapter then discusses the specific literature for the study 
with a focus on the main variables whose relationships were being investigated. 
2.1 Theoretical Literature Review  
This section presents the theories that the study is anchored on. The theories identified for the study 
are; Hosted theory of dimensions, universalistic Theory and configurationally theory. 
2.1.1 Hosted Theory of Dimensions 
 In the late 1960’s Professor Geert Hosted started exploring the situation of lifestyle to give an 
explanation for how and why human beings from various cultures behave as they do. He defined 
subculture as the following: “Organizational culture is the collective programming of the human 
thoughts that distinguishes the individuals or one employer from those.” His work implied that the 
values youngsters are taught up at the age of ten were the deepest stage of lifestyle; termed “the 
software program of the mind”. Hosted cooperated with anthropologists Benedict and Mead, 
sociologist Inkless and psychologist Levinson to a behavior survey that he then examined with 
IBM employees in diverse cultures that inspired him to create the cultural dimensions. These initial 
records changed into accrued from questionnaire surveys with over 116,000 respondents from over 
70 one of a kind international locations around the arena, measured in relative scale after which in 
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comparison the relative scores at the use of a scale (ITIM International: Geert Hosted Research, 
2011). 
Criticism on Hosted Hofstede’s model on national culture has been criticized for its validity and 
limitations throughout the time; because the dimensions are an aspect of culture that can only be 
measured relative to other cultures and make no significance on their own (Tung & Verb eke, 
2010). In 2008 article The Academy of Management review by Galit Ail on deconstructs 
Hofstede’s work by mirroring it against its own assumptions and logic finding inconsistency in 
both national and organizational dimensions that was caused by the understanding of the 
dimensions. One of the main criticisms about validity of dimensions is the difficulty to match the 
practical responses to theories. As tested in 2008, for example only 30% of sample managed to 
match the question to a right dimension (Schmitz, 2014). Although the common cultural aspects 
that remain relatively stable the national dimension theory mainly focus on the practices mind set 
instead of combining the values with practices. Thus, truly exploring the culture is challenging 
when the organizational culture research is conducted within the national culture. National cultural 
dimensions can do very little to explain the diversity of organizational practices and the cultural 
dimensions fail to draw difference over time. Even when combined national and organizational 
theory the inconsistency with dimensions is proved between organizations (Schmitz, 2014). 
2.1. Universalistic Theory  
It is likewise known as the first-rate exercise model that is primarily based on the idea that there 
is a fixed of superior/best HRM practices, and that adopting them will unavoidably result in 
superior organizational overall performance (Luthans and summer season, 2008). The notion of 
satisfactory practice turned into identified to begin with inside the early US models of HRM, a lot 
of which mooted the idea that the adoption of certain „exceptional‟ human resource practices 
 13 
 
might bring about stronger organizational overall performance, manifested in stepped forward 
employee attitudes and behaviors, decrease ranges of absenteeism and turnover, better tiers of 
competencies and therefore higher productiveness, more desirable excellent and efficiency and of 
path accelerated profitability (Marchington and Wilkinson, 2008). 
Here, it is argued that all organizations will benefit and see improvements in organizational 
performance if they can identify, gain commitment to and implement a set of best HRM 4 ISSN 
Thus, universalistic perspective maintains that firms will see performance gains by identifying and 
implementing best practice irrespective of the product market situation, industry or location of the 
firm (Pfeffer, 2010). However, the notion of an unmarried set of exceptional HRM practices has 
been overstated. There are examples in each enterprise of corporations which have very exclusive 
control practices, different human assets practices which form the middle competences that 
determine how firms compete. What works properly in one corporation will not always paintings 
properly in any other due to the fact it cannot in shape its approach, technology or operating 
practices 
2.1.3 The Configurational theory  
Configurationally theory asserts that the mixing of relevant concepts and perspectives of a 
principle or theories below consideration. Delery and Doty cite Arthur's manipulate and dedication 
to HR structures gain greater performances for the employer if those systems are implemented for 
reaching company goals of the organization through commercial enterprise strategy. MacDuffie's 
research finding, in the automobile industry is seen as consultant of the configurationally attitude, 
wherein the holistic principle of inquiry identifies a unique pattern of things. However, from his 
argument, it is uncertain about his wondering on the belief of wholism as an entire because he at 
once links distinctiveness with wholeness. Unique here implies a single unit and no longer 
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everything. Here how his hyperlinks complete with the man or woman precise entity is a query. 
Holistic approach trying cover and practice all appropriate perspectives and practices for attaining 
the predicted not unusual desires. 
 This is a mixed technique of all the applicable elements and concepts of positive models and 
theories into one. The beneficial and suitable principles, strategies belonging to management 
theories like classical, neo-classical, behavioral, scientific control, machine, universalistic and 
contingency are utilized in combination of all. Managers are emphasized to utilize the maximum 
appropriate and suitable thoughts, concepts and structures, the use of them in a more combined 
method that allows you to attain the goal and targets of the employer. Integration may be done 
among two theories or numerous theories. One such concept is the integrated concept advanced 
by means of Lawler the usage of expectancy concept of Vroom. Vroom describes that motivation 
is an aggregate of 3 factors: how a lot one wishes a praise (valence), one's estimate of the chance 
that attempt will bring about a success overall performance (expectancy) and one's estimate that 
overall performance will result in receiving the praise (instrumentality). 
2.2 Empirical Literature Review 
This section presents the studies related to human resource and organizational culture done by 
several scholars. From these studies the research gaps are identified and used in the current study. 
2.2.1 Human resource strategies and organizational culture. 
Strategic human resources management (SHRM) is the complete set of managerial activities and 
obligations related to developing and retaining a certified body of workers. These personnel 
contribute to organizational effectiveness, as described through the employer’s strategic dreams. 
SHRM occurs in a complex and dynamic surrounding in the organizational context.  A large trend 
today is for HR managers to adopt a strategic perspective in their process and to recognize 
 15 
 
important links between organizational and HR strategies (Fottler, Khatri, and Savage 2010; 
Mathis and Jackson 2008).  
Human Resource department is not solely liable for the creation or amendment of business 
enterprise’s culture, it would be important for them to have a seat at the strategy table to generate 
or trade the dominant regime. Lifestyle influences service and nice, organizational productivity, 
and economic results. One side of the culture of the organization, as considered by the human 
beings in it, is that way of life may affect the appeal and retention of able employees” (Jackson & 
Mathis, 2012). HR builds the muse for organizational lifestyle. Staffing, Training and 
development, skills control, performance control, compensation, blessings, and employee relations 
are some of the middle capabilities of HR and that they set the tone and are predictors of employee 
morale and for this reason manufacturing. “…there are many ways that exceptional aspects of an 
organization’s culture may integrate to influence overall performance” (Kotbra et al., 2012). 
In a survey performed in the UK by Schein (2009), he stated that, corporations do not attain cultural 
exchange by coincidence, however they achieve it with a described method for excessive 
involvement and a measurable action plan.  Many link their strategy for excessive involvement to 
projects that are already taking place within the company which include Total Quality Management 
or Total Service Quality (Schein, 2009). Aycan et al. (2010) advocate that coping with human aid 
in employer calls for understanding of each of the internal and external environments, wherein the 
internal surroundings offers with internal work culture, whereas the external surroundings deals 
with institutional way of life. Huang (2010) publicizes that leaders and management teams are the 
important thing elements that form the lifestyle of an employer. Several gear to mildew 
organizational lifestyle consist of effective verbal exchange, reputation, people improvement and 
communal identity building, amongst a host of others (Huang, 2010). 
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2.2.2 Training and development in organizational culture  
Training and development are harmonizing parts of the organizational culture. They are interlinked 
and symbiotic, rather than successive and hierarchical. Training and development programs are 
very critical to the employees, the organization and their effectiveness (Devi & Shaik, 2012). Staff 
training and development can occur simultaneously or complementary, but the two do not 
necessarily have direct relations to each other (Comma, 2008). Training and development activities 
are fundamentals of the human resource management function of an organization. 
Training and development has been recognized as one of the most important practices in the field 
of human resource management (Joarder et al., 2011; Masa’deh and Obeidat, 2014). Besides, 
training and development is one of the important ways to facilitate individual employees to learn 
new and improve their skills and knowledge (Joarder et al., 2011). Human resource planning is the 
process of forecasting the shortage and surpluses of employees (Milikic, 2009) 
Clearly, training does not take place in a vacuum. Even with perfect design and enthusiastic 
trainees, positive change requires organizational support (Wiesenberger, Fasolo, & 
DavisLamastro, 2009). How often, do practitioners conduct training to foster independent 
thinking? Any form of needs assessment is occasional, but organizational analysis is almost 
nonexistent (Arthur et al., 2008 Saari, Johnson, McLaughlin, &Zimmerle, 2009).  Writers criticize 
the practitioner (Baldwin & Ford, 2008; Tannenbaum&Yukl, 2008) for ignoring organizational 
factors; however, only recently have scholars considered the importance of organizational context. 
Culture has been described as “one of the most powerful and stable forces operating in 
organizations” (Schein, 2010).  Definitions of culture vary but typically include concepts such as 
shared beliefs, values, and assumptions that are reflected in attitudes and behavior (Kopelman, 
Brief & Guzzo, 2009). 
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Research of the influence of organizational lifestyle on education effectiveness have turn out to be 
greater extensive at the levels of abilities that are crucial for acquire platform contented. 
Motivational and conservational outcomes of education effectiveness had been stated slight 
interest. This examination assimilates vital elements of motivation and environmental 
consequences on organizational lifestyle in addition to organizational behavior concept and look 
at which defines that how organizational lifestyle may also influence the effectiveness of Training 
(Noe, 2012).  Training helps people to work with every other and deliver their great and specific 
them a way to do their work greater efficiently and correctly and extra securely. It diminishes the 
stretch and it takes personnel to regulate and acclimatize to a modern paintings environment, 
curtails consumer criticisms, decrease coincidences and subsidizes in your corporate product really 
worth.  Training cutting-edge personnel is a necessity to fulfill the tactical wishes of your company 
and when collective with an expertise and organizational way of life can drastically support your 
company (Vercoe, 2012). Social hierarchy is a powerful factor influencing how training method is 
adopted. In cultures with hierarchical characteristics, people are more likely to accept inequality 
as norms rather than exceptions. They show excessive respect and loyalty to people who are in 
higher positions. Additionally, they hesitate to express different opinions on training methods or 
do things without full approvals from people in higher positions. Hence, trainees are likely to 
follow the instructions and are constrained from expressing different opinions provided by trainers 
who are in higher positions. Therefore, top-down training method such as presentations and 
lectures will be more applicable and effective in such cultures.  
 On the contrary, people in less hierarchical cultures tend to diminish the inequality of power 
distribution; egalitarianism is more valued by both supervisors and subordinates. In such cultures, 
decisions are more likely to be notified to and discussed with subordinates.  Thus, training methods 
 18 
 
that emphasize on participation will be more adopted in such cultures. Hence, the following 
proposition is raised. Proposition CCT in a culture with hierarchical characteristics such as high-
power distance and strong collectivism is more likely to use non-participatory training methods 
such as presentations and lectures. CCT in a culture with less hierarchical characteristics such as 
low power distance and strong individualism is more likely to use participatory instructional 
method such as group building. The basic mode (thinking, doing and feeling) that contributes to 
people’s accomplishment the most is another powerful factor in determining training method as 
well. In thinking oriented culture, people’s thinking contributes to accomplishment the most and 
they typically learn by thinking. They believe that one can only grasp knowledge, skills, and 
attitudes through thinking thoroughly and clearly. On the other hand, in doing oriented culture, 
people believe that only through practicing a person can grasp the things they want to learn. In 
feeling oriented culture, people tend to deem the feeling of wanting to learn is the most important 
factor in training and development. Therefore, the method of which an atmosphere is created to 
make people want to learn, for example, group-building method, will be more effective in feeling-
oriented culture. Hence, the following propositions are proposed. 
A workplace that values organizational training and development should provide access to the 
skills, information, and technology needed for staff to engage in a training and development 
culture. This access requires investing resources to develop an organizational training and 
development infrastructure, including staff capacity. The training and development infrastructure 
encompasses the day-to-day systems, processes, and assets that contribute to an organization’s 
capacity to generate, collect, interpret, and disseminate data. Although many resources are 
important to building the infrastructure, investing in the requisite equipment and technology and 
building staff knowledge and skills are crucial to creating and sustaining organizational cultures 
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that regularly use data to learn and make informed decisions (Derrick-Mills et al. 2015; Hatry et 
al. 2005; Poister, 2010).  
Multinational businesses commonly face some of issues while engaging in their enterprise in 
underdeveloped or developing countries due to big cultural variations. Employees are commonly 
skilled about cultural components whilst the commercial enterprise is conducted globally. The 
motive of the training is to help employees accommodate within the new culture even as they're 
foreign places on assignments. They aren't trained regarding new technology instead the primary 
additives of education are language, subculture, goal putting and managing circle of relatives and 
pressure. Cultural training could be very critical for the success if numerous assignments, although 
cultural problems are not mentioned overtly but if managers are not aware of the cultural norms 
then they could fail badly. For instance, whilst Revlon multiplied its enterprise in Brazil, the agency 
launched a fragrance with Camellia flower scent. The managers obviously did not recognize that 
Camellia flower become used in funerals in Brazil and the product failed badly. 
2.2.3 Compensation and organizational culture 
According to DeNisi and Griffin (2011) compensation is a praise gadget that an agency offer to 
people in go back for his or her willingness to perform numerous jobs and responsibilities within 
businesses. They similarly stated that applicable and commensurate rewards want to be provided 
to the personnel so that they feel valued and their expectancies on exchanging their capabilities, 
skills and contribution to the agency are met. The reimbursement, which a company offers to its 
employee, is the primary aspect, which exhibits the commitment and aim towards the worker and 
is one of the compelling motives for an worker to live in that organization. However, most effective 
the pay isn't enough to motivate employees to stay in the corporation. An employee might also 
decide to depart the corporation for higher financial issues, but it's far constantly not necessary 
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that high pay will make the employees stay with an organization. There may be one of a kind 
different element that has an effect on the personnel’ choice to stay inside the agency. These factors 
play an essential role in affecting employee commitment with the agency. The management must 
take note of those elements alongside repayment.  
In accordance Ojo (2009) all compensation systems are stricken by two cultural issues: company 
lifestyle of the employer and the neighborhood culture in which the company operates. 
Compensation programs that might be extraordinarily powerful in a domestic-united states of 
America vicinity will fail in the event that they violate local cultural values. Industries which 
generally tend to apply man or woman rewards and pay-for-performance as both a motivator and 
core repayment issue round the world threat their repayment strategies backfiring. Successful 
reimbursement tactics fluctuate in step with the kind of corporation. For instance, examine the 
repayment technique of the possession driven structures of small, excessive-era companies with 
the greater cultural service and responsibility pushed structures in the enterprise 
The effectiveness of the usage of praise as a motivator is stimulated with the aid of cultural attitudes 
about motivation. In group-orientated societies, it is not clear that man or woman pay relativities 
are excessive in society's hierarchy of needs. Extra powerful motivations are those targeted at the 
success of group aspirations and potential. Incentive applications, consisting of employee-of-the-
month, are probably to create embarrassment. Motivation desires to be based round rewards that 
recognize the institution in place of the person. Applications which are aimed toward 
differentiating man or woman performances are probably to be some distance much less welcome 
in these group-orientated societies wherein fear of loss-of-face may flip an employee software that 
may be successful within the U.S. As global enterprise increases, differences in values and ideals 
create a few challenges for managers of establishment organizations. Culture is undoubtedly one 
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of the most crucial elements affecting rewards control. Theorists advocate that the individualism-
collectivism size recognized by Hosted (2008) may certainly constitute the maximum crucial 
measurement of cultural variability (DeCenzo & Robbins, 2010; Triandis, 2009). Culture 
influences most HR guidelines and practices inclusive of rewards (Dowling, Festing, & Engle, 
2009). Groups will maintain to grapple with questions which includes: ought to rewards be based 
totally on performance or seniority? Ought to rewards be group based or person primarily based? 
What would be the mixture of economic and nonfinancial rewards? 
The answers to the above questions are influenced through organizational and national subculture. 
While American workers commonly desire rewards (e.g., pay increases) primarily based on 
character performance primarily based on an individualistic society, Asian people typically desire 
rewards based on seniority or organization-based totally rewards commonplace to a collectivistic 
society (Dowling et al., 2009). In addition, studies show that Americans usually need repayment 
to be in particular variable and much less constant (supporting a chance taking orientation), in 
comparison to Asians who want to have extra fixed and less variable reimbursement (helping a 
risk averse orientation) (Dowling et al., 2009; DeNisi & Griffin, 2008; Hosted).  This indicates 
that rewards administration ought to reflect country wide and organizational cultures. Employees 
of various countries range in attitudes and perceptions of the praise system. However, you'll be 
able to argue that no matter the effect of culture on praise management, employees from different 
cultural backgrounds are probable to accept as true with each financial and nonfinancial rewards 
are essential to task pride (Fisher, 2010). 
Repayment administration is a phase of control or human useful resource control that specializes 
in planning, organizing and controlling the direct and oblique payments employees receive for the 
paintings they perform. Repayment contains of direct forms inclusive of base merit and incentive 
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pay; also oblique bureaucracy including excursion pay, deferred payment, and so forth. it's far 
regularly stated that a popular model of compensation management awareness at the subculture of 
the agency and encompasses the advent and management of a pay gadget based totally on 4 
fundamental interrelated coverage decisions consisting of inner consistency (i.e. the organizational 
lifestyle)reimbursement administrators always are searching for to attain internal fairness and 
consistency, i.e. rationalizing pay within a unmarried agency through the analysis, description, 
assessment, organizational subculture and structure of jobs (Adeniji & Osibanjo, 2012). This calls 
for the compensation administrator to examine process titles, ability ranges together with the 
culture of labor and remuneration to decide the contributions personnel with distinct jobs and titles 
make towards ac-engaging in company targets. Therefore, reimbursement directors must recall 
internal consistency while determining pay charges for employees who do the identical paintings 
and employees who do exceptional works according with the way of life on floor within the 
company. The distinctive values groups have for personnel with distinct jobs and skill degrees 
replicate the way of life of the company. The internal consistency depends on how an organization 
is structured which mirror the structure and way of life of the agency. The pay structure of a 
corporation is its variety of pay quotes for specific jobs and ability tiers within the enterprise. In 
other words, that pay systems mirror corporate culture 
Compensation in current human sources management does no longer most effective mean a salary, 
pay, or other varieties of economic repayment supplied by using an organization to a worker as 
repayment for work done. The cutting-edge concept of compensation is an awful lot broader, which 
includes promoting, formal popularity (appraisals), employee advantages methods and values, it 
is necessary to focus on organizational culture and human sources concurrently. The possibility of 
the sort of simultaneous recognition is given by way of the interconnection of organizational way 
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of life and human resources management, which is declared in their commonplace primary role, 
because of this, as Kachaňáková (2012) presents: “to create situations of so called fantastic 
behavior of employees consistent with strategic intentions and dreams of a corporation” 
It's far frequently stated that a popular version of reimbursement management awareness at the 
culture of the organization and encompasses the creation and control of a pay gadget primarily 
based on 4 primary interrelated policy decisions inclusive of inner consistency (i.e. the 
organizational culture), external competitiveness, worker contributions and administration of the 
compensation programmers. compensation professionals paintings with those policy decisions in 
keeping with the organizational culture and individual corporations needs maintaining in mind the 
remaining objectives of repayment administration- performance, fairness and compliance. 
Companies increase their person repayment strategies by using placing varying degrees of 
emphasis at the four policy decision referred to above consisting of the subculture of the enterprise. 
Compensation directors always are looking for to gain internal equity and consistency, i.e. 
rationalizing pay within an unmarried business enterprise through the evaluation, description, 
evaluation, and organizational way of life and shape of jobs (Adeniji and Osibanjo, 2012). This 
calls for the reimbursement administrator to compare activity titles, talent levels together with the 
lifestyle of labor and remuneration to determine the contributions personnel with distinctive jobs 
and titles make towards conducting employer targets. 
2.2.4 Recruitment and section on organizational culture  
Recruitment refers to the activity of attracting, screening, and selecting potential and qualified 
candidates who might join an organization. Selection may be defined as the process of choosing 
individuals who have significant qualifications to fill current or anticipated job opening. One the 
most important decisions made by managers is the acquisition decisions.  Without the accurate 
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people in the right positions, neither a corporation nor individuals can accomplish excellent 
performance.  A foundation can be created by good hiring decisions for more effective inclusive 
company performance. Conversely, bad hiring decisions can indulge the organizational 
performance and are exorbitant to correct (Okoh, 2015). 
Recruitment and selection is a vital method for each flourishing organization as a result of having 
the correct employees improves and sustains organizational performance. The impact of an 
organization’s selection system influence bottom-line business outcomes, like productivity and 
financial performance a dream for any organization. Correct worker choice selections haven't been 
additional vital to structure success.  Organizations want quality workers which will operate in an 
environment of increasing complexity and alter. Also in an exceedingly business environment 
wherever intellectual capital progressively represents an organization’s currency of trade, its 
people that produce associate degreed sustain an organization’s competitive advantage. Hiring the 
wrong person for the job may be expensive. The time and expenses related to advertising, agency 
fees, interviewing candidates and also the negative long term money and non-financial 
implications of hiring the incorrect person create finding and hiring the right person critical. 
Historically, organizations have centered on distinctive and selecting individuals based on their 
skills and knowledge. It is sensible if one will notice one who has the right set of skills and has 
done a similar job. There’s an honest probability that they will be able to perform effectively in a 
very new role.  Skills and skill still be vital, apply but pointed to psychological feature work as a 
key person within the choice process (Eisenberger, Fasolo, & Davis-La Mastro, 2010).  
Chartman, (2011) defines motivational fit in two separate ways, i.e. job fit motivation and 
organization fit motivation. Selection refers to the process by which managers and others use 
specific mechanisms to choose from a pool of applicants an individual or personnel most likely to 
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succeed in the job(s), given organization goals and permissible requirements (Gold, 2013). Newell 
and Shackleton (2011) suggested that selection could be deliberated as a decision-making process 
in an effort to choose the correct ‘person who will be the paramount fit for an actual job vacancy. 
A cultural selection approach recommends that selection is a one-way decision-making procedure 
(Newell, 2015). Organizations would endeavor to identify and select the best ‘candidate who meets 
the personal description and competence obligation of the position through a coherent decision-
making process. However, this approach disregards the fit between the organization and employee 
by ignoring the prospects of the employees who would like (or prefer) to work in the organization 
under definite conditions. On the contrary, using a conversation approach, the organization places 
prominence on the organization and the individual during the selection process. Newell et al (2012) 
indicated that ―the selection process of knowledge workers is highly intensive with a great 
emphasis placed on finding the right fit between the individual and other members of the 
knowledge group‖. Drawing from the conversation perspective, selection could be well-thought-
out as a reciprocal selective decision-making process. 
There is an adjoining relation between the recruitment process and organizational subculture due 
to their association to employee choice and retention. Attractiveness prudent, culture represents 
everything starting from logo photograph to agency initiatives. There are corporations that hold 
culture in high regard and plan their recruiting as a consequence (Djabatey, 2012). Due to this sort 
of recruitment, handiest the right people are being targeted and attracted, whilst others are really 
determined to appearance somewhere else for employment. Primarily, enjoy and information are 
primary characteristics to a leaders’ ability, however, alas, they're unsatisfactory in determining 
management performance. To be more precise, character developments together with: interest, 
self-attention and integrity received assist are expecting a right chief to in shape the function within 
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the employer. In order to properly examine how fit a leader is with a company, their reasons and 
values should be analyzed. These characteristics act as an internal compass, revealing how they 
could conduct activities, in what type of lifestyle they might thrive and what type of projects they'll 
deem important or attractive (Bohlander, Snell & Sherman 2009). 
Regarding the influence of countrywide culture on the recruitment of candidates this influence can 
be analyzed how national culture affects this procedure through the system of values of the 
recruiters, but also through the coordination of values and preferences of the job applicants (Stone 
et al. 2007). Stone and his colleagues established that if recruiters originate from countries with 
collectivistic values, in that case it is more prospective that the priority will be given to the personal 
or relationship-oriented recruitment sources, such as employee referrals, networking at job fairs 
etc. In contrast, when recruiters belong to countries where individualistic values are dominated 
aforementioned authors believe that the recruiters in this case will opt for recruitment sources such 
as employment agencies, newspapers advertisements, online recruiting, or sources where personal 
acquaintance and personal contacts are not of great importance (Stone et al., 2007). 
It is also believed that the system of values of the candidates can affect the manner of recruitment 
via finding out for which process to use. If the candidates help the individualistic values there may 
be an assumption that they would prefer jobs and companies in which they'll be able to express 
their personal achievements and high-quality, or jobs that offers a considerable diploma of 
autonomy and opportunity for advancement. on the other hand, if the candidates have collectivistic 
values, Stone and his colleagues (2007) state that it's miles more likely that such applicants will 
follow for jobs to be able to allow them to work in a group, and to cooperate with others  
Rieche and colleagues (2012) also state that national culture exerts some influence on the process 
of recruitment. They state that in collectivist cultures organizations prefer firstly to look for 
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individuals for the vacant position within the organization (internal recruitment) in order to 
encourage loyalty and commitment of the existing employees (Rieche et al., 2012). In support of 
the preference for internal recruitment in such cultures, some other authors also state that if some 
applicants come from the external labour market later they have difficulties to fit into the work 
environment and develop social relations with other employees, and even face with some kind of 
resistance (Bookman & Lu, 1999). 
The workforce recruitment for overseas assignments is quite different from that of domestic 
assignments. As the employees have to work in an entirely different culture so due to this cultural 
difference, the third country or home country employees are selected on the basis of their 
experience of working internationally, their ability to speak various languages, the extent to which 
they can handle stress, their experience with different cultures and their personality (extroverted 
people are the preferred ones). The ideal candidates is the one who has got managerial competence 
and is willing to get trained about the culture and the language of the country in which the 
organization is operating and is adaptable that is he can adjust in the culture of the host country. 
(Portolese Dias, L., 2001). 
2.3 Research Gaps 
In a business environment that is characterized and driven by numbers, corporate culture is often 
seen as a ‘soft’ or too vague and too difficult to grasp concept simply because it has not been 
empirically proven to have any effect or contribute to an organizations financial performance. In 
addition, corporate culture seems to elude precise definition or measurement since it is not 
financially quotable and has not been considered by many managers and supervisors as well as the 
top organizational leaders as a factor that need consideration even when dealing with profitability 
issues and organizational performance at large. The most central part of any organization 
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comprises the organizational cultures – that is the established values, beliefs and behaviors of the 
corporation, commonly shared by its members. A preferable way of explaining organizational 
culture is to consider it as glue that binds the members of the organization to the overall goals of 
the corporation. A strong organizational culture has been considered beneficial for all 
organizational to establish nonetheless maintain, but extensively more crucial for organization 
working on an international high competitive market. One reason for this could be the constant 
exposure of the organizational culture to other foreign nations and cultures, thus the possibility of 
external influences. Although prior research has investigated the benefits arising from establishing 
a strong corporate culture, an existing gap in the existing literature constitutes the overall impact 
of the organizational culture on the employee well-being at a workplace. This research will thus 
provide further investigations on the role of human   resource in deterring organizational of the 
organizational culture. 
2.4 Conceptual Framework 
The conceptual framework is the researcher understands of how the particular variables in his 
study connect with each other. Thus, it identifies the variables required in the research 
investigation. It is the researcher’s “map” in pursuing the investigation. A conceptual framework 
is therefore a schematic presentation of variables in a particular study and the relationship thereof 
(causality). 
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2.5 Operationalization of Variables 
2.5.1 Human resource strategies 
The organizational context and the strategy selected by the organization will largely define its 
human capital requirements. The human resource management strategy must then be designed to 
produce the workforce that can execute the organization’s strategy and do so while operating in 
the context. The HR strategy must enable the organization to staff operations with the right kind 
of people, develop those people so they are able to do what is required, define and measure 
performance on a continuous basis and appropriately reward individuals and units based on results 
realized (Savage, 2010). 
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2.5.2 Training and Development 
Training and development is at the heart of an organization that seeks continual growth and 
improvement. It is a process of learning provided to new and existing employees acquiring 
knowledge and technical skills and developing attitudes of behavior in order to be more effective 
in their jobs. In the world of competitive economies, the globalization of markets and the 
technological frenzy, are not enough for the enterprises to be productive. Their survival and growth 
depend not only on the speed of their adaptation to new technological, economic and consuming 
conditions but on the level of their human resource development as well (Kennedy, 2014). 
2.5.3 Compensation  
The organization culture can be shaped by the type of compensation system used and the kinds of 
behaviors and outcomes the organization chooses to reward and punish. When culture and 
compensation structure (fixed pay vs. variable pay) are synchronized, the culture acts as an asset 
and generates competitive advantage. Depending on how compensation system is designed, 
developed, communicated and managed, it can positively or negatively influence an organization’s 
culture (DeNisi & Griffin, 2011).  
2.5.4 Recruitment and Selection 
Ayoade (2010) opined that subjective recruitment, selection, appointment and promotion in some 
organizations are usually impacted by organization’s culture. He has it that this results in the 
recruitment of incompetent people in the workforce which will eventually lead to poor 
performance. The way to get things done cannot be divorced from local values, customs, and the 
overall external cultural environment. In most cases these social, human, and environmental 
factors are as important as the financial and marketing considerations upon which organizations 
recruit and select their employees. 
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2.6 Chapter summary  
The chapter focused on the theories on which the study is anchored on and in this case they 
are configurationally theory and the Organizational theory. The empirical review of the studies 
related to the current study are explored by discussing each variable under study. The conceptual 
framework done and operationalization of the variables also done. 
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CHAPTER THREE 
RESEARCH METHODOLOGY 
 
3.0 Introduction 
The chapter presents the plan and methods that were used to carry out the study. It contains the 
research design, the target population, the sampling design, the data collection instruments, the 
data analysis and presentation, the expected output. 
3.1 Research Design  
This study used the descriptive research design. Descriptive research portrays an accurate profile 
of persons, events, or situations (Kothari, 2000). Therefore, the descriptive survey is deemed the 
best strategy to fulfil the objectives of this study. According to Kombo and Tromp (2006) the basic 
purpose for descriptive research usually is to describe characteristics of the population of interest, 
make specific predictions and test associational relationships. 
3.2 Target Population 
Burns and Grove (2017) define population as all the elements (individuals, objects and events) that 
meet the sample criteria for inclusion in a study. The population of this study consisted of all 
employees of Telkom Kenya that are on permanent or contract basis. Telkom Kenya had a total 
150 employees who are permanent and contract spread in the company establishments in various 
towns in Kenya. 
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Table 3.1: Target Population 
Population Category Target  Percentage % 
Managers 
Customer  service executives  
General Staff 
  40 
  80 
   30 
27 
 53 
 20 
Total    150  100 
 
3.3 Sample and Sampling Technique 
Cooper and Schindler (2003) define sampling as selecting a given number of subjects from a 
defined population as representative of that population. (Kothari, 2008) indicates that a sample 
stratified efficiency increased by a stratified proportional sample provides enough data for analysis 
of various populations. The method is not costly, efficient data collection and then access easy 
access to unit analysis and the study elements. Therefore a stratified sampling proportion was used 
to get a required representative unit of analysis due to the population being heterogeneous and the 
respondents had the equal opportunities to participate in the research. This method was efficient 
for data collection, not costly and facilitates easy access to the study elements and unit analysis. It 
is recommended that 50% of the total population makes a reliable sample size that reduces errors 
(Kotler, 2006). 
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Table 3.2: Sample and Sampling Technique 
Population Category Target  Percentage % 
Managers 
Customer  service executives  
General Staff 
20 
40 
15 
26 
 53 
 20 
Total 75  100 
 
3.4 Data Collection Instruments 
The study used primary data and the main data collection technique used was structured 
questionnaires. The questionnaire was divided into four main parts, Part I, II, III and IV. Part I of 
the questionnaire consisted of questions seeking general information about the respondent, these 
included the age, the gender, the level of education, category of employment, the number of years 
they had worked at Telkom Kenya. Part II of the questionnaire sought to establish questions 
regarding effects of human resource strategies on organizational culture at Telkom Kenya.  Part III 
addressed the effects of training and development on organizational culture at Telkom Kenya. Part 
IV explored the effects of compensation on organizational culture at Telkom Kenya. And lastly the 
questions found out the effects of recruitment and section on organizational culture at Telkom 
Kenya. 
3.5 Pilot Study 
The main reasons for conducting the pilot study was to ascertain the validity and reliability of the 
questionnaire before the study was carried out.  The study was piloted in operations department.  
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3.5.1 Validity test 
The study used both face and content validity to ascertain the validity of the questionnaires. As a 
check on face validity, test/survey items were sent to the pilot group to of employees of Telkom 
Kenya to obtain suggestions for modification (Rousson, Gasser and Seifer, 2002). Content validity 
drew an inference from test scores to a large domain of items similar to those on the test. Content 
validity is concerned with sample-population representativeness. Gillham, (2008) stated that the 
knowledge and skills covered by the test items should be representative to the larger domain of 
knowledge and skills. 
3.5.2 Reliability 
Reliability of a research instrument concerns the extent to which the instrument yields the same 
results on repeated trials; Therefore, reliability must be determined because there is generally a 
good deal of consistency in the results of a quality instrument gathered at different times (Lyon, 
2007). To confirm reliability five questionnaires were developed then pilot tested 10 staff at the 
Telkom Kenya. Their response was used to assess whether the rest of questionnaires were reliable. 
However, at the end of the exercise, corrections were undertaken on the main questionnaires before 
they were all distributed to the entire staff at the organization. Those taken part in the pilot study 
were not participants in the main study. 
3.6 Data Collection Procedure 
The researcher started by writing an introductory letter for the questionnaire. The letter described 
what the research was all about, how the respondent answers would be used and the letter also 
assured the respondents that confidentiality would be observed strictly. The information of time 
span expected with the questionnaire was also provided. The main purpose of writing the letter 
was to make the respondent understand the reason for the study; this made them more willing to 
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participate. The questionnaires designed by the researcher was first administered to 5 respondents 
as a pilot study, these respondents were not included in the sample, and this was to enable the 
researcher fine tune the questionnaire for efficiency and objectivity. Once the researcher was 
satisfied, the questionnaire was then administered by means of hand delivery to all respondent, the 
questionnaire was estimated to take 20 minutes to complete, and the researcher completed the 
questionnaire for those who were not able to read or write. Personal hand delivery, self -explaining 
of the purpose and assisting manually to fill questionnaire was done to all respondents to ensure a 
high rate of response. 
3.7 Data Processing and Analysis    
The questionnaires were collected and sorted to eliminate those with errors and the incomplete 
ones. Data was then analyzed using descriptive statistics like percentages and frequencies. 
Descriptive statistics are methods used for describing the basic features of the data in a study 
(Trochim, 2006). The tools to be used for the analysis was first by use of Microsoft excel and 
further by use of computer assisted programme called Statistical Package for Social Sciences 
(SPSS). This was done to explore the relationship between dependent and independent variables. 
The data was then presented using tables and figures. 
3.8 Ethical Considerations 
3.8.1 Informed Consent 
The researcher ensured that the respondents agreed to take part in the process without any feeling 
of being pressured and were informed that information was sought from them. 
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3.8.2 Voluntary Participation 
The respondents were free to withdraw from the study at any point without giving reason. There 
was no coercion or force of any participant to take part and this was communicated explicitly to 
the participants. 
3.8.3 Confidentiality 
The respondents were assured of the data obtained from them being exclusively done for the study 
and no information was shared to any other people or place. 
3.8.4 Privacy  
The privacy of the respondents was ensured by them not writing their names on the questionnaires 
and their identity not revealed to any other quarter. 
3.9 Chapter Summary 
This chapter introduced and discussed the choice of the methodology used in the study. It described 
the population, sample, sampling frame and technique and data collection instruments. The chapter 
further details the strategies used to ensure validity and reliability of the study. The following 
chapter addresses the findings of the study and discusses them in detail in relation to the research 
questions. 
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CHAPTER FOUR 
RESEARCH FINDINGS AND DISCUSSION 
 
4.0 Introduction 
This chapter presents data analysis on the role of human resource in determining the culture of 
organization: a case study of Telkom Kenya limited. In doing this, social and demographic 
characteristics of employees was shown before addressing the objectives of the study. The 
questioner drew questions from the research and each question was analyzed and resented in tables 
and chart.  
4.1 Presentation of Research Findings 
The study findings were presented on the tables and figures and then the information written the 
findings captured on the tables and figures. 
4.1.1 Demographic Information 
The personal information of the respondents were captured to rate the authenticity of the research 
study in regard to information obtained from them. 
4.1.1.1 Gender of Respondents. 
 In order to determine the gender distribution at Telkom Kenya, respondents were asked to 
indicate their gender by checking either male or female in the questionnaire the results were 
analyzed in the table and figure. 
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Table 4. 1: Gender of Respondents 
Gender  Target  Percentage % 
Male  
Female  
40 
35 
54 
 46 
Total 75  100 
 
 
 
 
 
 
 
 
 
 
 
 
Figure 4. 1: Gender of Respondents 
The findings showed that male respondents were more dominant with a representation of 54% 
while female respondents were 46%. The study showed that gender was fairly distributed in in 
the organization. 
4.1.1.2 Age of respondents 
The study sought to determine the age of the respondents to ascertain the dominant age in the 
study. 
 
 
 
54%
46%
male female
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Table 4. 2: Age of Respondents 
Age  Target  Percentage % 
18-24 years 
25-30 years  
31-35 years  
36 and above 
5 
35 
20 
15 
6 
 47 
 26 
21 
Total 75 100 
 
Figure 4. 2: Age of Respondents 
It was clear from the results those between 18-24 years were 6%, 25-30 years at 47%, 31-35 
years at 26% and those above 36 years were at 21% on the role of human resource in 
determining the culture of organization. 
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4.1.1.3 Level of education 
The study sought to find out from the responds the level of education in the organization. The 
results were as shown on the table. 
Table 4. 3: Level of Education 
Level of education  Target  Percentage % 
O –level  
Certificate  
Diploma  
Bachelor’s  degree  
Post graduate  
2 
5 
20 
35 
13 
3 
7 
 26 
47 
17 
Total 75  100 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Figure 4. 3: Level of Education 
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The results indicated that those respondents with O- level qualifications were at 3%, certificate 
level was at 7%, diploma at 26%, degree at 47% and then post-graduate at 17% on the role of 
human resource in determining the culture of organization. 
4.1.1.4 Duration of service in the organization 
The study sought to find out how long the respondents had worked Telkom Kenya. This was 
importance as it indicated the level experience of employee and retention   level in the 
organization. 
Table 4. 4: Duration of Service in the organization 
Duration of Service Frequency Percentage  
0-2 years 
3-5 years 
5 years and above 
5 
40 
30 
7 
53 
40 
Total  75 100 
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Figure 4. 4: Duration of Service in the organization 
The findings indicated that those who had worked 0-2 years had 7%, 3-5 years’ experience were 
53%. Respondents who had worked for 5 years and above represented 40% in the study on the 
role of human resource in determining the culture of organization. 
4.1.2: Human Resource Strategy 
4.1.2.1 Human resource management strategy and production of workforce. 
This was to know the general point of view on human resource management strategy if it 
determines the production of workforce that can execute the organization strategy.  
Table 4. 5: Human resource management strategy and production of workforce. 
Production of workforce Frequency Percentage  
Yes  
No 
50 
25 
67 
33 
Total  75 100 
 
 
 
67%
33%
yes
No
 44 
 
Figure 4. 5: Human resource management strategy and production of workforce. 
The findings showed that 67% supported human resource management strategy determining the 
production of workforce that can execute the organization strategy while 33% did not support. 
4.1.2.2 Influence of human resource strategy on staff operations.  
The researcher sought to establish if human resource strategy enables the organizations to staff 
operations with the right kind of people that develops productivity.  
Table 4. 6: Influence of human resource strategy on staff operations. 
Category  Frequency Percentage  
Strongly agree 
Agree  
Disagree  
Strongly disagree 
32 
25 
10 
8 
43 
33 
13 
11 
Total  75 100 
 
 
Figure 4. 6: Influence of human resource strategy on staff operations. 
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Based on the findings, majority of the respondents strongly agreed that human resource strategy 
enables the organizations to staff operations with the right kind of people that develops 
productivity which was represented by 43%, those that agreed were 33%, those who disagreed 
were at 13% and those that strongly disagreed were 11%.   
4.1.2.3 Human Resource on Appropriate Individual Reward 
This was to find out if human resource continuously and appropriately reward individuals and 
units based on results achieved. 
Table 4. 7: Human Resource on Appropriate Individual Reward. 
Category  Frequency Percentage  
Yes  
Sometimes  
No  
Don’t know 
14 
40 
18 
3 
19 
53 
24 
4 
Total  75 100 
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Figure 4. 7: Human Resource on Appropriate Individual Reward. 
The study established that 19% of the respondents agreed to human resource continuously and 
appropriately reward individuals and units based on results achieved, 53% for sometimes, 24% did 
not agree and then 4% did not know. 
4.1.3 Training and Development 
4.1.3.1 Training and Development on organization growth 
The researcher aimed at establishing the extent at which training and development ensure great 
continual growth and improvement of an organization. 
Table 4. 8: Training and Development on organization growth 
Category  Frequency Percentage  
Great  extent  
Moderate extent  
Less extent 
No  impact  
35 
25 
10 
5 
47 
33 
13 
7 
Total  75 100 
 
47
33
13
7
0 5 10 15 20 25 30 35 40 45 50
GREATER  EXTENT 
MODERATE EXTENT 
LESS EXTENT
NO IMPACT
 47 
 
Figure 4. 8: Training and Development on organization growth 
The results established that training and development ensure great continual growth and 
improvement of an organization according to 47%, moderate extent at 33%, less extent at 13% and 
no impact at 7%. 
4.1.3.2 Training on organization culture 
This sought to know if training influences organization culture through attitudes, behaviors and 
employee commitment.  
Table 4. 9: Training on organization culture 
Category  Frequency Percentage  
Yes  
Sometimes  
No  
 Don’t know 
30 
28 
12 
5 
40 
37 
16 
7 
Total  75            100 
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Figure 4. 9: Training on organization culture 
The results indicated that attitudes, behaviors and employee commitment to organization culture 
depend on the kind of training offered according to 40% who agreed, 37% for sometimes. 16% 
did not agree and 7% did not know. 
4.1.4 Compensation 
4.1.4.1 Compensation on Organization Culture 
The researcher sought to find out if organization culture can be well-shaped by the type of 
compensation system used in the organization.  
Table 4. 10: Compensation on Organization Culture 
Category Frequency Percentage  
Very  true  
True  
Not  true  
Don’t know  
25 
31 
15 
4 
33 
41 
20 
6 
Total  75 100 
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Figure 4.10: Compensation on Organization Culture 
The study indicated that 33% supported to organization culture being well-shaped by the type of 
compensation system used in the organization as very true, 41% true, 20% not true and 6% for 
don’t know. 
4.1.4.2 Compensation on competitive advantage 
The researcher wanted to find out if Organization culture acts as an asset and generates 
competitive advantage only when compensation structure and culture are harmonized. 
Table 4.11: Compensation on competitive advantage 
Category Frequency Percentage  
Strongly agree 
agree 
disagree   
strongly disagree  
40 
20 
10 
5 
53 
27 
13 
7 
Total  75 100 
0 5 10 15 20 25 30 35 40 45
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Figure 4. 11: Compensation on competitive advantage 
The study established that 53% of the respondents strongly agreed to organization culture acts as 
an asset and generates competitive advantage only when compensation structure and culture are 
harmonized, 27% agreed, 13% disagreed and then 7% strongly disagreed. 
4.1.5 Recruitment and Development 
4.1.5.1 Recruitment on organization culture 
This was to establish the subjective or personal interests in recruitment, selection, appointments 
and promotions that are usually determined by organization culture results in the recruitment of 
incompetent people that leads to poor performance. 
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Table 4. 12: Recruitment on organization culture 
Category Frequency Percentage  
Strongly agree 
agree 
disagree   
strongly disagree  
30 
35 
7 
3 
40 
47 
9 
4 
Total  75 100 
 
Figure 4. 12: Recruitment on organization culture 
The study established that 40% strongly agreed to subjective or personal interests in recruitment, 
selection, appointments and promotions that are usually determined by organization culture 
resulting in the recruitment of incompetent people that leads to poor performance, 47% agreed, 
9% disagreed and then 4% strongly disagreed. 
4.1.5.2 Recruitment on social, human and environmental factors 
The aim was to find out the extent at which recruitment consider social, human and 
environmental factors than financial and marketing factors to recruit and select employees. 
40%
47%
9%
4%
Strongly agree Agree Disagree Strongly disagree
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Table 4. 13: Recruitment on social, human and environmental factors 
Category  Frequency Percentage  
Great  extent  
Moderate extent  
Less extent 
No  impact  
12 
36 
25 
2 
16 
48 
33 
3 
Total  75 100 
 
 
 
 
 
 
 
 
 
 
 
Figure 4. 13: Recruitment on social, human and environmental factors. 
The study established that recruitment considers social, human and environmental factors than 
financial and marketing factors to recruit and select employees to a great extent according to 
16%, moderate extent at 48%, less extent at 33% and no impact at 3%. 
4.2 Limitation of the Study 
The aspect of lack of cooperation was experienced especially considering that it was not 
amendatory for the respondents to give in to full participation in answering questionnaires and 
16%
48%
33%
3%
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providing relevant details about the study. To overcome this challenge, adequate preparation was 
made and a prerequisite visit was done to meet the management that intervened through 
communicating to the potential respondents on the importance of this study.  
This study was constrained by the existing nature of work of various respondents in this 
organization. This was characterized by the frequent movement that employees went about 
regarding the job demands. However, this was overcome by using the questionnaires that enhanced 
convenience for the participating respondents. Respondents were able to find time to respond to 
questionnaires at their own convenience with considerable extended period of time during data 
collection. 
4.3 Chapter Summary 
The chapter presented the findings of the study from the field which was divided into the 
respondent rate, demographic information and the variables for the study. The findings were 
presented on tables and graphs for easy analysis. The summary of the findings was established and 
then the limitations of the study was also identified. 
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CHAPTER FIVE 
SUMMARY, RECOMMENDATIONS AND CONCLUSIONS 
 
5.0 Introduction  
The chapter gives the summary of findings, answers to research questions, conclusion, 
recommendations and the suggestion for further study. 
5.1 Summary of Findings 
The findings of the study were summarized from the findings obtained according to the research 
objectives or variables. 
5.1.1 Demographic Information 
The findings showed that male respondents were more dominant with a representation of 54% 
while female respondents were 46%. The study showed that gender was fairly distributed in in 
the organization. It was clear from the results those between 18-24 years were 6%, 25-30 years at 
47%, 31-35 years at 26% and those above 36 years were at 21% on the role of human resource in 
determining the culture of organization. The results indicated that those respondents with O- 
level qualifications were at 3%, certificate level was at 7%, diploma at 26%, degree at 47% and 
then post-graduate at 17% on the role of human resource in determining the culture of 
organization. The findings indicated that those who had worked 0-2 years had 7%, 3-5 years’ 
experience were 53%. Respondents who had worked for 5 years and above represented 40% in 
the study on the role of human resource in determining the culture of organization. 
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5.1.2 Human Resource Strategy 
The findings showed that 67% supported human resource management strategy determining the 
production of workforce that can execute the organization strategy while 33% did not support. 
Based on the findings, majority of the respondents strongly agreed that human resource strategy 
enables the organizations to staff operations with the right kind of people that develops 
productivity which was represented by 43%, those that agreed were 33%, those who disagreed 
were at 13% and those that strongly disagreed were 11%. The study established that 19% of the 
respondents agreed to human resource continuously and appropriately reward individuals and units 
based on results achieved, 53% for sometimes, 24% did not agree and then 4% did not know. 
5.1.3 Training and Development 
The results established that training and development ensure great continual growth and 
improvement of an organization according to 47%, moderate extent at 33%, less extent at 13% and 
no impact at 7%. The results indicated that attitudes, behaviors and employee commitment to 
organization culture depend on the kind of training offered according to 40% who agreed, 37% for 
sometimes. 16% did not agree and 7% did not know. 
5.1.4 Compensation 
The study indicated that 33% supported to organization culture being well-shaped by the type of 
compensation system used in the organization as very true, 41% true, 20% not true and 6% for 
don’t know. The study established that 53% of the respondents strongly agreed to organization 
culture acts as an asset and generates competitive advantage only when compensation structure 
and culture are harmonized, 27% agreed, 13% disagreed and then 7% strongly disagreed. 
 
 
 56 
 
5.1.5 Recruitment and Development 
The study established that 40% strongly agreed to subjective or personal interests in recruitment, 
selection, appointments and promotions that are usually determined by organization culture 
resulting in the recruitment of incompetent people that leads to poor performance, 47% agreed, 
9% disagreed and then 4% strongly disagreed. The study established that recruitment considers 
social, human and environmental factors than financial and marketing factors to recruit and 
select employees to a great extent according to 16%, moderate extent at 48%, less extent at 33% 
and no impact at 3%. 
5.2 Conclusion 
It was established from the findings that human resource management strategy determines the 
production of workforce that can execute the organization strategy. It was clear from the study 
that human resource strategy enables the organizations to staff operations with the right kind of 
people that develops productivity. On the human resource continuously and appropriately 
rewarding individuals and units based on results achieved, it was noted to be effective 
sometimes. 
To a great extent training and development ensure great continual growth and improvement of an 
organization though sometimes it works on a moderate extent. On the attitudes, behaviors and 
employee commitment to organization culture, this depends on the kind of training offered 
though not every time.  
It was not clear whether organization culture being well-shaped by the type of compensation 
system used in the organization is true or not since the results did not clearly distinguish the 
position. It was indicated that organization culture acts as an asset and generates competitive 
advantage only when compensation structure and culture are harmonized. 
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The subjective or personal interests in recruitment, selection, appointments and promotions that 
are usually determined by organization culture resulting in the recruitment of incompetent people 
that leads to poor performance was determined to be substantial. The extent at which recruitment 
considers social, human and environmental factors than financial and marketing factors to recruit 
and select employees was not clearly determined in the study. 
5.3 Recommendations 
5.3.1 Human resource Strategy 
Having confirmed that human resource management strategy determines the production of 
workforce that can execute the organization strategy, there is need to determine the specific 
strategies that can be employed to work force production in the organization. The factors that 
facilitates human resource strategies in the staffing of operations with the right kind of people to 
ensure productivity. This can help organization to put in the right mechanism to achieve this. For 
organizations to benefit fully from the human resource continuously and appropriately rewarding 
individuals and units based on results achieved, there is need to establish hindrances to lack of 
effectiveness always and how can this be sought for sustainable effectiveness reward being 
directly proportional to results achieved.   
5.3.2 Training and Development 
The extent at which training and development ensure continual growth and improvement of an 
organization not clear whether is great or moderate. It is important for human resource sector in 
the organization to establish the correct position on this to know the right way of engagement 
therefore a study is needed to ascertain it. The organization should determine the factors as to 
why attitudes, behaviors and employee commitment to organization culture depending on the 
kind of training offered not all the time reliable. 
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5.3.3 Compensation 
Organizations should consider the ways in which to determine how organization culture can be 
well shaped by the compensation system in the organization to ascertain its true position. The 
organizations using organization culture as an asset in generating competitive advantage should 
provide reasons as to why it is only applicable when compensation structure and culture are 
harmonized. 
5.3.4 Recruitment and Development 
The human resource section in the organizations should consider restructuring organization 
culture based on subjective or personal interests in recruitment, selection, appointments and 
promotions that are usually determined by organization culture resulting in the recruitment of 
incompetent people that leads to poor performance was determined to be substantial for better 
productivity. The organizations should be careful in determining the extent at which recruitment 
considers social, human and environmental factors than financial and marketing factors to recruit 
and select employees so as to know whether to consider environmental factors of financial and 
marketing factors when recruiting. 
5.4 Suggestions for Further Studies 
There is need for further studies to explore the factors affecting lack of effectiveness on human 
resource appropriately rewarding individuals and units based on results achieved. This can be of 
importance to organizations to put in the right mechanism for sustainable reward effectiveness. 
 
The future researchers should consider a study on factors determining attitudes, behaviors and 
employee commitment to organizational culture depending on the kind of training offered. This 
will assist organizations to the kind training that will ensure productive organizational culture. 
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Further study to be explored on the factors determining how organization culture can be well 
shaped by the compensation system in the organization to ascertain its true position. 
 
It is important for further study to determine the clear extent at which recruitment considers 
social, human and environmental factors than financial and marketing factors to recruit and 
select employees so as to know whether to consider environmental factors of financial and 
marketing factors when recruiting. 
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APPENDIX I: INTRODUCTION LETTER 
Dear Participant:  
My name is Tracy Angela Mboli and I am an under graduate student at The Management 
University of Africa. For my final project, I am examining the role of human resource in 
determining the organizational culture.  I am inviting you to participate in this research study by 
completing questionnaires approximately. In order to ensure that all information will remain 
confidential, please do not include your name. If you choose to participate in this project, please 
answer all questions as honestly as possible and return the completed questionnaires promptly. 
Participation is strictly voluntary and you may withdraw your participation at any time. Thank 
you for taking the time to assist me in my educational endeavors.  
Yours faithfully 
 
Tracy Angela Mboli 
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APPENDIX II: QUESTIONNAIRE 
ROLE OF HUMAN RESOURCE IN DETERMINING THE CULTURE OF 
ORGANZATION: A CASE STUDY OF TELKOM KENYA LIMITED. 
Please tick [√] where appropriate 
Section A: Demographic Information 
1. What is your gender? 
Male  
Female  
2. What is your age? 
18-24 years 
25-30 years 
31-35 years 
36 years and above 
3. What is your highest level of education? 
O-level 
Certificate  
Diploma# 
Bachelor’s degree 
Post graduate 
4. Your duration of service in the organization? 
0-2 years 
3-5 years 
5 years and above 
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Section B: Human Resource Strategy 
5. Does human resource management strategy determines the production of workforce that 
can execute the organization strategy? 
Yes  
No  
6. Human resource strategy enables the organizations to staff operations with the right kind 
of people that develops productivity. Do you agree? 
Strongly agree 
Agree 
Disagree 
Strongly disagree 
7. Does human resource continuously and appropriately reward individuals and units based 
on results achieved? 
Yes 
Sometimes 
No 
Don’t know 
Section C: Training and Development 
8. To what extent does training and development ensure great continual growth and 
improvement of an organization? 
Great extent 
Moderate extent 
Less extent 
No impact 
9. The competitive economies, globalization of markets and technological agitation cannot 
be effective for enterprises to grow without training and development. Do you agree? 
Strongly agree 
Agree 
Disagree 
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Strongly disagree 
10. Does the attitudes, behaviors and employee commitment to organization culture depend 
on the kind of training offered? 
Yes 
Sometimes 
No 
Don’t know 
Section D: Compensation 
11. Is it true that organization culture can be well-shaped by the type of compensation system 
used in the organization? 
Very true 
True 
Not true 
Don’t know 
12. Organization culture acts as an asset and generates competitive advantage only when 
compensation structure and culture are harmonized. Do you agree? 
Strongly agree 
Agree 
Disagree 
Strongly disagree 
13. Does the compensation system design positively influence an organization’s culture? 
Yes 
Somehow 
No  
Don’t know 
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Section E: Recruitment and Development 
14. Subjective or personal interests in recruitment, selection, appointments and promotions 
are usually determined by organization culture. This results in the recruitment of 
incompetent people that leads to poor performance. Do you agree? 
Strongly agree 
Agree 
Disagree 
Strongly disagree 
15. Is it true that recruitment and selection cannot be divorced from local values, customs and 
overall external cultural environment? 
Very true 
True 
Not true 
Don’t know 
16. To what extent should recruitment consider social, human and environmental factors than 
financial and marketing factors to recruit and select employees? 
Great extent 
Moderate extent 
Less extent 
No impact 
 
Thank you for your time and for your response 
 
 
 
